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Abstract   

 
This research to examine the influence of strategic human resource management (strategic HRM) on university governance (UG) 

and dysfunctional behavior. This study also tested the influence of good university governance and dysfunctional behavior on 

lecturer academic performance in higher education. Google form platform online method for data collections was used. Each lecturer 

phone number is one respondent and two participants in their private of college or university as follows. Based on 100 participants 

might use statistic data analysis to test the hypothesis. The analysis indicated that strategic HRM outcomes increase of university 

governance and decrease of dysfunctional behavior. Then, university governance employed would be improved lecturer 

performance and extent to which of lecture knowledge will that encourage student skills and academic performance. The 
implications, strategic HRM and university governance would like bringing from negative effect by dysfunctional in higher 

educations to improve student creativity and academic performance. Hence, University governance will be reforms most 

increasingly academician performance and governance best practices that might sophisticated problem to develop in private higher 

educations and we identify visible solutions. This research focus in the management control systems (MCS) apply, but strategic 

manipulations for his/her own purpose in their university took place other else for owner mitigation image preferences and less 

attention to produce best practices in their context, hence may not be generalize for other countries.  

 

Keywords – Strategic Human Resource Management, University Governance, Dysfunctional Behavior, Academic Performance, 

and Higher Educations. 

1. Introductions 

 

Everywhere country across the world has been 

focus on governance guidance to help everyone and 

performance improvement as individual 

universities had rewarded than to understanding 

and apply (Telch, et al., 2020; Lokuwaduge and 

Armstrong, 2014; Archibald and Feldman, 2011). 

Thus, higher educations that took place the 

governance reforms available a governance best 

practices, be coming independent, performance 

teaching, and student scholarships for financial 

viability of universities institution there are 

competitive (Lokuwaguge, 2011).  

The fundamental value in higher educations 

in order particular academic freedom, student 

participation, public responsibility, financial 

accountability, student life-sustaining skills and 

society have not received attention they deserve, 

and that value has linked to overall situation of 

democracy and human rights perfections (Curaj, et 

al., 2018). That is closely problematic in the higher 

educations and university governance model would 

be challenging for encourage education institution 

reform for student life-sustaining skills to perform 

in the higher education new-era context then 

transparency (CIPFA, 2004). Recently, less time to 

implement that as varying levels of commitment 

and further development of goals with the need to 

recognize. There university governance had 

procedure to be employed for higher education 

reform and strategic outcome received (Archibald 

and Feldman, 2011). Furthermore, institution to 

continually improve their governance, align to 

meet challenges and increasing intervention of 

external quality assurance that constantly. 

 Student evaluations of teaching (SET) 

subject to the student ratings on teaching 

evaluations (Simpson and Siguaw, 2000). Insight 

of the governance apply some faculty members 

may support the design specifically other standard 

to affect student ratings. It is may be orientations to 

dysfunctional even in higher educations and reduce 

of the teaching performance rather than to improve 

instruction through the extent of such influencing 

activities teaching instruction (Crumbley and 

Riechelt, 2009; Emery, et al., 2003). Therefore, 

may faculty member judgment the student as 

partner, greater then recognize that as customers 

(Clayson and Haley, 2005). That is would be 

increased of the university ratings and greater the 

stakeholders.   
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 Indonesia higher education system remains 

mainly centralized had massive challenges of 

governance, SET, autonomy, HRM, equity, quality 

and less internationalization with the exception of 

some reforms toward financial autonomy (Logli, 

2016). In turn, Indonesia higher institution some 

challenging in supported funding that in order 

social classes and stakeholder financial 

participations for student sustainable studied. Some 

cases, universities governance will be remains 

reform in the education institutions then facilities 

and academic quality assurance further 

dysfunctional behavior within her purpose 

management recently. Also, Indonesia population 

of 260 million more in 2016 that is the fourth most 

populous country across the world but most 

fundamental issue for studied.  

 Strategic HRM had limited focus and 

linking of HR performance in the service sector 

(Bartram, et al., 2007). They said, management 

paradigm is lost develop link between people 

management practices and institution outcome may 

be missed. Strategic HRM should be mainly 

consensus for improved of individual performance 

and strategy outcome. Management practice will be 

encouraging institution from dysfunctional 

procedures to well-being on improve institution 

governance (Archibald and Feldman, 2011). 

Therefore, governance policy and management 

practice some case that is translation in strategic 

HRM outcome, by the way, management practice 

had meeting to link between service sector 

governance and individual performance (Hwang, 

2017; Telch, et al., 2019). This perception will be 

adopted in higher education, because the basic 

management process not more difference.  

 Based on research background, our study 

will be proposed of research objective for example: 

1. How strategic HRM to determine improve 

university governance and academic 

performance 

2. Strategic HRM well-being encourage of 

academic performance then reduced 

dysfunctional behavior that a subordinate to 

manipulate of control system procedures 

for his own purpose rather than attempting 

to determine how such behavior affects 

individual or academic performance 

 

2. Literature review and hypotheses 

 

2.1 Literature review 

Good governance public services as a guide will to 

help anybody than to understand and apply could 

most concerned reform of governance and improve 

it and good governance encourages the public trust 

and society participation that services to improve 

foster low morale and lead performance that to 

mitigate of the dysfunctional for their own purpose 

(CIPFA, 2004). Hence, individual and groups 

intended for use it, guidance some case could be 

reformed for use resources already exist who are 

responsible for less visible activities, such as 

regulation and making policy of the strategic HRM 

development. Policy that will anchor linked among 

strategic HRM, good governance and less morale 

of the dysfunctional and designed it to help them. 

For example; good governance means focus on 

performing effectiveness, transparent decision, 

promoting value and through low behavior, and 

making accountability real (Jung et al., 2018; Sing, 

2003; Currie, et al., 2020).  

The same reasoning introduces by IFAC 

(2013) such as, effective governance can improve 

management, better service delivery and outcomes, 

enhancing the well-being society participations 

rather than generating profits, and pursuing social 

policy and fairness that given greater than financial 

performance.    

 Management control systems (MCS) 

design should be intended but this perspective 

including such as contingency – based factors 

(Chenhall, 2003). That are considered of MCS 

outcomes and the contextual variables of external 

environment, technology, organizational structure, 

size, governance, strategy and behavior national 

culture. There MCS design could be depend on of 

the contextual variable and extent to which it can 

improve MCS performance, including how to 

making decision for set up HRM policy, sizing 

institution, strategic performance measurement 

systems apply and governance standard pursuing to 

be enable visible it most pay intention on the 

contingency factors in public organizational 

(Chenhall, 2003, 2005; Dahlan, et al., 2020a; 

Wheelen, et al., 2015; and Bartram, et al., 2007).  

 There strategic HRM insight of the public 

institutions, MCS designed should for it can linking 

among of the services delivery, university 

governance and less morale of the dysfunctional 
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her own purpose performance (Chenhall, 2003; 

CIFPA, 2004; Tsaur, et al., 2004; Bartram, et al., 

2007; Curaj, et al., 2018 and West, et al., 2002). 

Those perspective, we arrange of theoretical 

framework in this study, furthermore most 

dependent on MCS outcomes for the higher 

education context as follow in the figure 1. 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1: Propose of research model 

 

2.2 Hypotheses development 

 

2.2.1 Linking between strategic HRM and 

university governance 

Strategic HRM element such as HR practices, 

effectively integrated with this institutions, 

compensation systems, job design, training and 

development programs, changes staffing patterns 

to help implement educations strategies, and 

encourages institution strategy (Bartram, et al., 

2007). HRM practices increasing management 

effectiveness, knowledge sharing, governance, 

intra-department learning, institutions need 

(Chand, 2010 and Currie, et al., 2020). Strategic 

HR orientation could be improved transformational 

leadership, management process and effectiveness 

through quality (Loshali and Krishnan, 2013; Sing, 

2003). Governance as a guide for anyone, that are 

manifestations by HR orientations, integral part of 

management and management strategic outcomes 

(Wheelen, et al., 2015; Maruhun, et al., 2018; 

CIPFA, 2004). Those empirical research 

suggestion, HRM practice will be engagement 

linkage between strategic HRM and good 

governance. We perceptions that is strategic HRM 

will be encourage governance institutions, for 

example university governance. So that, we 

propose a hypothesis: 

Hypothesis 1. Strategic HRM will be positively 

associated to university governance in higher 

educations. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

2.2.2 Linking between strategic HRM and 

dysfunctional behavior 

Dysfunctional look like in term of to manipulate of 

the internal control system procedures for his own 

purpose (individual or institutions) than attempting 

to determine how such behavior affects individual 

or firm performance (Jaworski and Young, 1992). 

That is contra productive within strategic HRM 

outcomes. HRM orientation extent to which of the 

management accountability and fairness, improve 

organizational learning and intra department 

knowledge sharing (West, et al., 2002; Bartram, et 

al., 2007; Jung, et al., 2017; Wheelen, et al., 2015; 

Maruhun, et al., 2018; CIPFA, 2004). Previous 

research conclude that is HRM outcome will be low 

morale personal perception for his own purpose 

than organizational overall context, also 

collaboration with the colleagues, and/or strategic 

HR effectiveness will be decrease dysfunctional of 

the subordinate level. Further, this study may be 

even to propose hypothesis: 

Hypothesis 2. Strategic HRM will be negatively 

associated to dysfunctional behavior in higher 

educations. 

 

2.2.3 Linking between university governance and 

academic performance 

Governance extends insight into management 

effectiveness well-being may be improve 

performance, services quality, making 

Strategic 

HRM 
Dysfunctional 

Behavior 

University 

Governance 

Academic 

Performance 
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accountability real, promoting values, social 

capability rather than financial performance 

(CIPFA, 2004; Curaj, et al., 2018). Also, 

governance could be fosters assessment of the 

enterprise risk management and goals congruence 

achieved and that most interactive budget use and 

management accounting systems may to pay 

linkage governance effectiveness and efficiency 

who have an interest in scrutinizing to the 

governance outcomes and performance (CIPFA, 

2004; Maruhun, et al., 2018; Yuliansyah, et al., 

2018; Dahlan, 2019; Hwang, 2017; Telch, et al., 

2019). Those previous study may be indicated that 

governance effectiveness improve performance. 

Governance effectiveness and efficiency is in the 

higher education will be increasingly academic 

performance because academic procedures should 

be applied while teaching (Indonesia law, 2012). 

Thus, we expectations that into propose the 

hypothesis for the higher education context: 

Hypothesis 3. University governance will be 

positively associated to academic performance in 

higher educations. 

 

2.2.4 Linking between dysfunctional behavior 

and academic performance 

The cost attendance and rising tuition in higher 

education is subject to dysfunctional behavior in 

education (Archibald and Feldman, 2011). But that 

are increasingly and inefficiently detached from the 

core mission of their universities. Also, student 

evaluations of teaching (SET) their university 

apply for example integrated faculty members may 

setting specifically standards to affect student 

ratings on teaching evaluations than the extent of 

such as influencing activities and instruction 

performance, that can be a long time to reduce 

academics quality (Simpson and Siguaw, 2000). 

Accounting instructors such as inflating grades and 

course work deflation who have reduced grading 

standards and course content to improve SET 

scores, actually there are fosters to low student 

quality and negative social implications (Crumbley 

and Reichelt, 2009). So that, dysfunctional 

behavior even reduced lecturer performance while 

using data student evaluations of teaching 

effectiveness (SETE) for the improve their faculty, 

really this instrument often fails to creates lecturer 

ability of learning creations (Emery, et al., 2003). 

On this perspective, we aspect it is dysfunctional 

even in higher educations can be affects academics 

values and propose that hypothesis:  

Hypothesis 4. Dysfunctional behavior will be 

negatively associated to academic performance in 

higher educations. 

 

3. Research method  

 

3.1 Sample selection  

This study is empirical research and that google 

form platform is online procedure to collect data for 

statistical analysis. One smart phone number is one 

lecturer in collage and private university as a 

respondent candidate. The questionnaire was 

designed to send and/or used WhatsApp tools 

within URL producing by Google standard to 

lecturer. The participant in this study, researcher 

was prepared each that phone number and choice 

two participants in each of 140 collage and private 

university located in West Java Indonesia. Statistic 

data published on 2020 stated 250 fully active 

higher education body. So that, we call is judgment 

sampling method. The ended on September to 

October, 2020 we have 100 questionnaire 

completed to analyze (36% response rate). The 

sample selection model is involved for pandemic 

Covid-19 situations. Questionnaire format five-

point Likert’s scale was used from scale range for 

1 strongly disagree to 5 strongly agree.   

 

3.2 Variable measurement 

Strategic human resource management. Strategic 

HRM included of link between people 

management practice and improved of 

organizational commitment that is through 

academic outcome (West, et al., 2002 and Bartram, 

et al., 2007). Measurement of strategic HRM we 

adopted Bartram, et al., (2007) on 13 items 

measure, for example; HR strategies are effectively 

integrated with this organization’s (university) 

strategy. 

 

University governance. Higher education 

accountability is strongly encouraged of 

transparency, more in dealing with issue of social, 

academic and financial accountability to students, 

life-sustaining skills and society (Curaj, et al., 

2018; CIPFA, 2004). Measurement of university 

governance was developed by Indonesia Act 

Number 12 year of 2012 but this study good 
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university governance in Indonesia context and 

used 9 items measure including transparency, 

accountability, independency, responsibility, 

fairness, quality assurance, effectiveness and 

efficiency, non-profit motive, and overall even 

would you are ratings. 

 

Dysfunctional behavior. Dysfunctional to describe 

in action a subordinate to manipulate of control 

system procedures for his own purpose rather than 

attempting to determine how such behavior affects 

individual or firm performance (Jaworski and 

Young, 1992). Measurement of dysfunctional 

behavior five items was adopted by Jaworski and 

Young (1992). For example; I tend to ignore certain 

job-related activities simply because they are not 

monitored by the division. 

 

Lecturer academic performance. Performance is 

the end result of individual’s activity and the 

objectives to be achieved (Wheelen, et al., 2015). 

Thus, interactive performance measurement 

systems would be decrease of dysfunctional action 

for his own purpose and that enhancing individual 

performance service industry (Jaworski and 

Young, 1992; Dahlan, et al., 2020b). We ask seven 

questions adopted by Burney, et al. (2009). This 

indicator like relevant for service sector for 

example higher educations. 

4. Results and discussions 

 

4.1  Descriptive statistics 

Correlation among variable latent was tested and 

result show in table 1. Correlation between 

academic performance and university governance, 

and strategic HRM positively and significant 

correlates, but dysfunctional behavior with the 

other variables negatively and significant 

correlates. The dysfunctional behavior variable is 

opposed that all significant at the 0.01 level. This 

result would be supported by the mean and standard 

deviations analysis. 

 

Table 1: Descriptive statistics and correlations. 

 

  

Min Max Mean     SD

   1     2

          3             4 

 

Academic performance 21.00 35.00

 30.4400     3.93205  1  

University governance 13.00     45.00

 36.9600     6.78072  0.698**

     1 

Strategic HRM  16.00     65.00

 53.0100     8.68354  0.686**

     0.828**       1 

Dysfunctional behavior   5.00     25.00

 15.9900     4.43698 -0.217**

    -0.271**      -0.294**   1 

 

** Correlation is significant at the 0.01 level (2 – 

tailed) 

 

Characteristic of respondent like that are 

education master level of 73 (73%) and Doctoral 

level of 27 (27%), by gender; men 48 (48%) and 

women 52 (52%), and then age from 25 to 35 of 15 

(15%), from 36 to 50 of 56 (56%) and over 50 of 

29 (29%). We think, this view is a good participant 

and accountable.   

 

4.2 Validity and reliability 

The table 2 shows, the all variables of indicators 

validities are an acceptable level of 0.424 or above 

(Chenhall and Lingfield-Smith, 1998). Then, 

Cronbach alpha for internal consistency at all of 

0.80 or above acceptable level (Nunnally and 

Bernstein, 1994). The all variables like that is uni-

dimension.  

 

Table 2: Validity and reliability analysis 

 

 

Loading Factors and Cronbach’s Alpha level 

             Strategic HRM 

 University governance     Academic 

Performance   Dysfunctional behavior 

Indicator 1   0.842  0.797 

 0.849   0.608 

Indicator 2   0.826  0.831 

 0.872   0.499 

Indicator 3   0.808  0.894 

 0.887   0.853 

Indicator 4   0.708  0.845 

 0.837   0.883 

Indicator 5   0.868  0.884 

 0.884   0.837 
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Indicator 6   0.541  0.912 

 0.815 

Indicator 7   0.849  0.870 

 0.815 

Indicator 8   0.868  0.794 

Indicator 9   0.877  0.788 

Indicator 10   0.834   

Indicator 11   0.871 

Indicator 12   0.866 

Indicator 13   0.866 

 

Cronbach’s Alpha  0.958  0.949

  0.937   0.801 

% of Variance    67.593 

 71.795  72.532  

 56.516 

 

4.3 Results 

The next section will be explanation of simple 

regression testing and discussion extent to which of 

the findings research so that what the hypothesis is 

support or not support. Researcher too described of 

this result consistent within previous research and 

research implications. Table 3 show shortly simple 

regression results. 

 

Table 3: Regression results. 

 

Regression functions    Value        SE R(R 

Square) F-test      t-test 

 

SHRM  GUG    0.647        0.044

 0.828(0.686) 214.387(0.000)   

14.642(0.000) 

SHRM  DB    -0.150        0.049

 0.294(0.087) 9.301(0.003)     -

3.050(0.003) 

DB  PERFORM   -0.193        0.087

 0.217(0.047) 4.864(0.030)     -

2.205(0.030) 
GUG  PERFORM    0.405        0.042

 0.698(0.487) 92.982(0.000)      

9.643(0.000) 

SHRM  PERFORM   0.311        0.033

 0.686(0.470) 87.071(0.000)      

9.331(0.000) 

 

 

The ended we have results as follow in table 3 

above. Based on research model, statistic value, F-

test and t-test so that, the strategic HRM outcomes 

direct and positively (0.647) effect on higher 

education governance best practices had reformed 

than to understandings and apply only, if strategic 

HR increase one point will be improved of 

educations governance similar 68,60 percent each 

point that is significantly (p-value < 0.05). Through 

out this finding in term of the role strategic HRM, 

university governance to prove direct and 

positively (0.405) effect on lecturer academic 

performance, because that collaborations between 

higher education governance and management 

practices to fosters creates innovation for the 

learning creations them self. In turn of greater 

student quality their university, if governance 

practice increase one point will be improved of 

lecture performance to create value similar 48,70 

percent each point too). Therefore, hypothesis 1 

and 3 researcher indicate that could be supported. 

 Unfortunately, the strategic HRM does not 

powerful to encourage their culture effect in 

universities members or to upgrade their behavior 

in institution’s on their dysfunction is negatively (-

0.150) and significantly (p-value < 0.05). Again, 

the same style the dysfunctional behavior their 

members negatively (-0.193) effect on lecturer 

(academic’s) performance. By the way, we think 

smaller impact that are respectively of 8.70% and 

4.70% basis points. Previous study has been 

concluded that dysfunctional in order anywhere 

and everyone could be negative effect on their 

institutions in this research findings. Researcher 

was proposed that negatively effect. Hence, 

hypothesis 2 and 4 indicate that could be supported.  

 

4.4 Discussions 

We felt that has been proved by the theories and 

discussed it below. The significant association 

between strategic HRM and governance in this 

research is consistent within previous research 

(Currie, et al., 2020; Maruhun, et al., 2018; Loshali 

and Krishnan, 2013; Sing, 2003). Those empirical 

research suggestion, HRM practice will be 

engagement linkage between strategic HRM and 

good governance. The finding mostly effects by 

that element such as effectively integrated of HR 

practice in their institutions and also development 

programs continually to changes staffing patterns 
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to help implement educations strategies and 

encourages institution strategy (Bartram, et al., 

2007) and HRM practices increasing management 

effectiveness, knowledge sharing, intra-department 

learning, governance reform institutions need 

(Chand, 2010 and Currie, et al., 2020). So that, 

strategic HR orientation could be improved 

management process and effectiveness through 

quality (Loshali and Krishnan, 2013; Sing, 2003) 

and HRM outcome included governance as a guide 

for everyone, integral part of management strategic 

outcomes (Wheelen, et al., 2015; Maruhun, et al., 

2018; CIPFA, 2004).  

Those previous study may be indicated that 

governance effectiveness will improve 

performance. Statistic test proved the positively 

associations between university governance and 

academic performance. This finding is similar 

results with the theories (Hwang,2017; Muruhun, 

et al., 2018; Telch, et al., 2019). Governance 

effectiveness and efficiency is in the higher 

education will be increasingly academic 

performance because academic procedures should 

be applied while teaching (Archibald and Feldman, 

2011; Indonesia law, 2012). Thus, governance 

extends into management practice well-being may 

be improve performance, making accountability 

real, and social capability rather than financial 

performance (CIPFA, 2004; Curaj, et al., 2018). 

Hence, governance could be fosters assessment of 

the enterprise risk management, goals congruence 

achieved that most frequency interactive budget 

use and management accounting systems may to 

pay linkage governance effectiveness an interested 

in scrutinizing to the governance outcomes and 

performance (CIPFA, 2004; Maruhun, et al., 2018; 

Yuliansyah, et al., 2018; Dahlan, 2019; Hwang, 

2017; Telch, et al., 2019).  

Unfortunately, the negatively associations 

between strategic HRM and dysfunctional 

behavior. The finding is consistent with in previous 

research conclude that is HRM outcome will be low 

morale personal perception for his own purpose 

than organizational overall context, also 

collaboration with the colleagues, and/or strategic 

HR effectiveness will be decrease dysfunctional of 

the subordinate level (Jung, et al., 2017; Jaworski 

and Young, 1992; West, et al., 2002; Bartram, et 

al., 2007). Dysfunctional behavior took place to 

manipulate of the management control system 

(MCS) procedures for his/her own purpose 

(individual or institutions) than attempting to 

determine how such behavior affects individual or 

firm performance (Jaworski and Young, 1992). 

The actions that contra counterpart with the 

strategic HRM outcomes (Archibald and Feldman, 

2011; Curaj, et al., 2019; CIPFA, 2004). HRM 

orientation an extent the management 

accountability, improve organizational learning 

and intra department knowledge sharing for the 

time can reduced dysfunctional by steps (West, et 

al., 2002; Bartram, et al., 2007; Jung, et al., 2017; 

Maruhun, et al., 2018; CIPFA, 2004).  

 The last, the significant and negatively 

associations between dysfunctional behavior and 

academic performance. This study was supported 

by previous research (Simpson and Siguaw, 2000); 

Crumbley and Reichelt, 2009; Emery, et al., 2003). 

So that, dysfunctional behavior even reduced 

lecturer performance while using data student 

evaluations of teaching effectiveness (SETE) for 

the improve their faculty, really this instrument 

often fails to creates lecturer ability of learning 

creations (Emery, et al., 2003). For example, 

Archibald and Feldman (2011) the cost attendance 

and rising tuition in higher education is subject to 

dysfunctional behavior in education, thus estimated 

can reduces faculty imaging, their institution set-up 

specifically standard for apply the student 

evaluations of teaching (SET) that is increasingly 

and inefficiently detached from the core mission of 

their universities, hence student evaluations of 

teaching (SET) their faculties integral-path of the 

university standards. Hence, accounting instructors 

such as inflating grades and course work deflation 

who have reduced grading standards and course 

content to improve SET scores, actually there are 

fosters to low student quality and negative social 

implications (Crumbley and Reichelt, 2009). 

Furthermore, the faculty members may design 

specifically standards to affect student ratings on 

teaching evaluations than the extent of such as 

influencing activities and instruction performance, 

that can be a long time to reduce academics quality 

(Simpson and Siguaw, 2000).  

 

5 Conclusions 

This study aimed to understand the relationship 

among of available value and sophisticated of the 

strategic HRM, university governance and 
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dysfunctional behavior in higher educations, and its 

impact to lecturer performance and student life-

sustaining skills. Rather than varying on to 

understand and apply of good governance in higher 

educations. Thirteen Bartram’s items the strategic 

HRM could upgraded the university governance 

reform, actually that little evidence. In this case, 

there higher education pursuing that faculties 

members to know how to push and powerful of 

colleague in order for governance reforms can 

directly impact to academic performance and 

student quality.  

Hopefully continually improved of 

management practices and facilities to ensure 

appropriate governance quality flows will be 

reduced their higher education dysfunctional 

behavioral aspect mostly discussed and beneficiary 

to focus on governance guidance (reforms) within 

considerable MCS contingency based to help 

everyone. Hence, this research had proved, 

negative impact by member’s dysfunctional action 

on academic quality can reduced less than balanced 

10 percent. Some limitations that are findings 

indicates by the little evidence and hence, assumed 

may not be generalize for other countries. For the 

future study, researcher suggestion extent to which 

the findings, how to faculty members to create of 

dysfunctional matters increasingly issues.  
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